FACTORS AFFECTING EMPLOYEE TURNOVER IN MOTOR VEHICLE INDUSTRY IN KENYA: A CASE STUDY OF ACE AUTO MOTORS LIMITED, NAIROBI by OMBUNGA, MICHAEL MURUNDU
FACTORS AFFECTING EMPLOYEE TURNOVER IN MOTOR VEHICLE 
INDUSTRY IN KENYA: A CASE STUDY OF ACE AUTO MOTORS 
LIMITED, NAIROBI 
 
 
 
 
 
                                    MICHAEL MURUNDU OMBUNGA 
 
 
 
 
 
  
A RESEARCH PROJECT SUBMITTED TO THE SCHOOL OF 
MANAGEMENT AND LEADERSHIP IN PARTIAL FULFILLMENT OF THE 
REQUIREMENT FOR THE AWARD OF DEGREE OF BACHELOR OF 
MANAGEMENT AND LEADERSHIP OF THE MANAGEMENT 
UNIVERSITY OF AFRICA 
 
 
 
 
 
SEPTEMBER 2018
ii 
 
DECLARATION 
This project is my original work and has not been presented for a degree in any other 
University 
 
Declaration by the Student 
 
 
Signature........................................... Date........................................... 
Michael Murundu Ombunga 
 
BML/10/00291/1/2015 
 
 
Declaration by the Supervisor 
This project has been submitted for examination with my approval as Management 
University of Africa University Supervisor 
     
Signature…………………………   Date …………………………... 
Mr. David Kanyanjua 
Management University of Africa Supervisor 
 
 
 
 
 
 
iii 
 
DEDICATION 
I dedicate this study work to my Guardians Mr and Mrs Mukabana and parents Mr. 
and Mrs. Ombunga and other family members due to their patience and 
understanding, in the course of my studies when they most needed my attention and 
whose prayers, love and tolerance have strengthened me all through my course time. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
iv 
 
ACKNOWLEDGEMENT 
I hereby appreciate the guidance and support from my lecturer and supervisor Mr. 
David Kanyanjua and the entire team of the Management University of Africa for the 
learning environment. To my colleagues, your contribution is highly appreciated; you 
made me achieve my aspiration. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
v 
 
ABSTRACT 
The study was undertaken to determine factors affecting employee turnover in motor 
vehicle industry in Kenya with reference to Ace Auto Motors. The specific objectives 
were to determine the effect of remuneration, recognition, opportunities for career 
progression and working condition on employee turnover in motor vehicle industry in 
Kenya. The findings will benefit the Ace Auto Motors, Other Motor Vehicle 
Companies and Other Researchers. Herzberg two Factor Theory and Maslow 
Hierarchy of Needs Theory were used. Descriptive research design was used. The 
target population of the study was 59 employees. Census was used in conducting this 
study. Questionnaires were used to collect data. Data analysis was both qualitatively 
and quantitatively and presented through the use of figures and tables. From the 
findings the researcher concluded that job security is a major consideration for an 
employee study within the organization. The study further concluded that that 
effective remuneration program shapes performance and improve job satisfaction, 
thus, many organizations have realized the importance of the systems in enhancing 
efficiency operations. From the conclusion the researcher recommends a need for an 
organization to ensure that there is work balance between employee work and their 
life daily activities. The researcher further recommended that external rewards should 
be introduced and encouraged in Auto Motors Limited to act as extrinsic sources of 
motivation which can influence employee output due to the reinforcing nature of the 
extrinsic motivation. The researcher suggested that further studies should be 
conducted to determine the effect of workplace well being initiatives on employee 
performance in motor-vehicle industry 
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OPERATIONAL DEFINITION OF TERMS 
Career Progression This is the movement of employees from entry level positions 
to higher levels of pay, skill, responsibility, or authority. 
Recognizing  This is an act of realizing the achievement of various 
organization employees and trying to motivate them for much 
achievement and hard work. 
Remuneration This is the tips given in exchange for the services performed; 
not to be confused with giving (away), or donating, or the act of 
providing offered to an employee by an employer 
Working condition  This is the environment or the surrounding in which an 
employee conduct his work and may have both a negative or 
positive effect. 
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CHAPTER ONE 
INTRODUCTION  
1.0 Introduction 
The chapter provides a foundation of the study. It provides and indicates what is 
contained in first chapter of the study and acts as the first outlines of the case under 
study.  
1.1 Background of the Study 
According to Rampur (2009), employee turnover is a number of employees who tend 
to leave and be replaced within the organization. When an organization determines a 
number of employees who tend to leave helps the organization to discover the causes 
of that turnover or determine the sum of money that may be needed for the 
organization to acquire other employees. The past studies have indicated that, 
organizations that tend to retain its qualified employees have greatly benefited from 
their skills and experience. 
 
Carraher (2008) states that majority of people feel that the major issue that makes 
employees to quit from an organization is salary, as this may been seen as true for 
some circumstances that a high extent majority of employees see their salary pay as a 
major cause of them leaving the organization. This at certain extent is high due to a 
fact that some employees within the organization tend to give more of their personal 
reasons for their turnover and thereby risk the chance of not receiving an honest 
reference at a later date. 
According to Zografos (2013), another reason that employees leave is because of the 
lack of benefits available to them through the company in which they work. Increased 
level of employees leaving the organization can be as a result of the need of an 
employee due to no opportunity within the organization for career advancement or 
promotion.  Lack of employee career promotion or advancement makes employees to 
look for other organizations that can offer their desires and thus this is one reason for 
many employee turnovers within many organizations. 
 
Most employees within the organization are mostly willing to stay if the organization 
recognizes their achievements. Remunerations, incentives, good working conditions 
and implementing flexible working schedules increases employees productivity and 
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satisfaction at their work place. There are cases where an organization is needed to 
provide training programs to equip its employees with basic skills and knowledge on 
how best to undertake organization operations. Employees are seeking to develop 
themselves, and offering that opportunity to them may provide the satisfaction and 
stability they are seeking (Turner, 2010). 
 
In the Kenyan perspective, employee turnover has been witnessed in various 
organizations which often have been attributed to political, economic, social and 
technological factors. However, little research has been conducted to ascertain the 
factors influencing employees‟ turnover, especially in motor vehicle industry where 
employee turnover levels are high at 20% and the data shows an upward trend for a 
period of 5 years, 2009-2013 (Mutua, 2013). The issue of employee turnover has been 
existing for decades for much organization over some years in even most developed 
countries. The level of employee performance or the ability of an employee can only 
be achieved when an employee feels very satisfied by an environment he or she is 
working under within the organization. Employee turnover has become a major cause 
of low productivity of many organizations. 
 
Tetty (2015) maintains that dissatisfaction with salaries is a key factor undermining 
the commitment of academic to their institutions and careers and consequently their 
decision or intent to leave. Employee getting equal pays within the organization acts 
as a one determinant for an employee to stay. According to Connell (2013), today‟s 
employees want to be able to grow in their careers by improving skill set and 
experience in desired positions. Employee growth within the organization means that 
employees work in various areas that expose them to various challenges. Employees 
are likely to move to other organizations unless employers address their various 
issues.  
Employee recognition is ranked as one of the major employee motivators. Informal 
rewards require minimal planning and can lean for variety of reasons together 
with recognition for employment well done. Effective recognition measures can 
include verbal and written praise, public praise and symbolic gestures by managers 
(Nelson, 2012).  
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1.2 Statement of the Problem 
The potential and the success of a company depend in the main on its capability to 
retain its workers (Rampur, 2009). Lack of proper handling of employees has also 
locked out opportunities such as knowledge sharing from experienced employees 
whereby frequent resignations mean no customer handing over to new employees and 
therefore loss of customer loyalty as they are quickly converted to competitor 
products (Zografos, 2013). 
 
Mokaya, (2010) states that recruitment, selection and training are a very expensive 
exercise for any organization, and therefore staff retention should be key for 
organization‟s survival. High employee turnover if not addressed can impact 
organizations negatively through loss of highly skills staff, loss of knowledge and 
experience, established customer relations and may even result in poor customer 
satisfaction, poor sales and resultant possible loss of revenue and market share before 
newly recruited sales representatives can forged relationships and understand 
customer needs (Pillay, 2009). 
 
To ensure that there reduction in the high level of employee turnover, the researcher 
has found out that majority of the organizations do not take this activity into 
consideration and therefore overlook its effectiveness. However the available 
measures to cater for this activity to be efficient are not enough for institution‟s 
satisfaction. Therefore this research study aimed at finding out various factors 
affecting employee turnover in motor vehicle industry in Kenya for reference aiming 
at solving existing problems and putting measures to cater for any future problems. 
 
1.3 Objective of the Study 
1.3.1 General Objective 
The main aim of this study was to determine factors affecting employee turnover in 
motor vehicle industry in Kenya with reference to Ace Auto Motors Limited. 
1.3.2 Specific Objective 
i. To determine the effect of working condition on employee turnover in motor 
vehicle industry in Kenya. 
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ii. To investigate how remuneration affect employee turnover in motor vehicle 
industry in Kenya. 
iii. To establish the effect of career progression on employee turnover in motor 
vehicle industry in Kenya. 
iv. To find out how recognition affect employee turnover in motor vehicle 
industry in Kenya. 
1.4 Research Questions 
i. How does working condition affect employee turnover in motor vehicle 
industry in Kenya? 
ii. How does remuneration affect employee turnover in motor vehicle industry in 
Kenya? 
iii. To what extent does career progression affect employee turnover in motor 
vehicle industry in Kenya? 
iv. How does recognition affect employee turnover in motor vehicle industry in 
Kenya? 
1.5 Significance of the Study  
1.5.1 Management of Ace Auto Motors Limited 
The study will be of great benefit to the management of Ace Auto Motors Limited. 
Since this organization has been experiencing the challenge of employee turnover, it 
will be expected to help this organization to get required information in relation to 
factors affecting employee turnover in motor vehicle industry to enhance the 
organization effectively conduct its operations. 
1.5.2. Other Motor Vehicle Companies 
The findings and recommendations derived from this study will be intended to help 
other motor vehicle companies that are experiencing the same challenge of employee 
turnover to develop effective decisions that can guide them in formulating better ways 
for better performance of the organization. 
1.5.3 Other Researchers 
The study will be beneficial to the present and future researchers will use it as a 
reference enabling researchers to carry out more research in this field and other 
related fields of research. The research study methodology and procedures may also 
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be helpful to other researchers in assisting them to test or examine the findings 
derived in this research work. 
1.6 Scope of the Study 
The study determined factors affecting employee turnover in motor vehicle industry 
in Kenya with reference toAce Auto Motors Limitedlocated in Nairobi will be used. 
The study target category comprised of the senior management, technicians and the 
support staff that were summed to 59 employees. The study took a period of three 
months from April to June 2018. 
1.7. Chapter Summary  
The chapter provides a detailed foundation on factors that affect employee turnover at 
Ace Auto Motors Limited. It described problem statement and pointed out the 
research gap, the purpose of the study, research objectives, research questions, 
significance of the study to the different stakeholders and the scope of the entire study 
described.  
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CHAPTER TWO 
LITERATURE REVIEW 
2.0 Introduction 
This chapter begins with the introduction to literature review and proceeds with 
highlights on empirical literature, focus on the dependent and independent variables, 
gives a critical review on major issues, expounds on the summary and gaps filled by 
the research and concludes with conceptual framework. 
2.1 Theoretical Literature Review 
This study focused on various theories that outline clearly factors that affects 
employee turnover in an organization. This study applied two theories: the Herzberg 
two factor theories and the Maslow‟s hierarchy of needs theory which explain many 
of the reasons behind employee turnover at work place. 
 
2.1.1 Herzberg two Factor Theory 
This theory was developed by psychologist Frederick Herzberg in 1950s. The theory 
also called motivation-hygiene theory and dual-factor theory outlines that job 
satisfaction and job discontentedness act severally of every alternative. Herzberg 
indicated that individuals are not content with satisfaction of lower-order needs at 
work but they tend to look for the gratification of higher-level 
psychological desires having to try and do with action, recognition, responsibility, 
advancement and therefore the nature of the work itself. This theory is employed 
in this study to explain motivation factors turnover in motor vehicle industry with a 
focus at Ace Auto Motors. 
2.1.2 Maslow Hierarchy of Needs Theory 
This theory was developed by Abraham Maslow in 1943.This theory is commonly 
known as the hierarchy of needs, is also a motivational theory, developed under belief 
that human beings are motivated by needs that are in-born (Rampur, 2009). This 
theory consist of physiological needs, love and need to belong needs, self-esteem 
needs, safety needs and self-actualization needs. It indicates that lower needs within 
the organization must be satisfied first before one can progresses to the next level of 
needs. 
This theory will be used to determine the impact of these factors to employees, and 
their impact on employee‟s turnover at Ace Auto Motors Limited. 
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2.2 Empirical Literature Review 
Harrison, (2008), defined engagement as the simultaneous presence of three behaviors 
in employees, namely; their performance in job, citizenship behavior and 
involvement. Cook, (2012) define engagement as “how positively the employee 
thinks about the organization, feels about the organization and is proactive in relation 
to achieving organizational goals for customers, colleagues and other stakeholders”. 
Reducing employee turnover and maximizing the input and eventual output of 
employees is vital to any organization for growth and consistency. To achieve this, 
every institution ought to implement a structure that enables total employee 
engagement. To achieve these, several factors have to be considered including 
employee attitude, individual personalities, and conditions provided within the 
working environment and managerial practices (Fernandez, 2015). He states that 
empowerment of employees has both direct and indirect results on turnover. Sales 
organizations put a lot of financial input and human resources with an aim of 
improving the sales and eventual output in terms of profit. Even then, the sales force 
or people are still the highest risk group with a very high turnover being reported. The 
costs of turnover are high, even higher than those of the wages of the outgoing and the 
incoming employees. It makes it imperative to grasp the motive of employees leaving 
or joining an organization.     
2.2.1 Working Conditions and Employee Turnover 
According to Albrecht (2011), in his study on “What kind of voice do loyal 
employees use” states that poor employee working environment may make some 
employees feel not being comfortable that may end up for them being attracted to 
other organizations that may be willing to provide better working conditions. Working 
conditions in a company have a task to play when deciding whether or not to 
remain or leave for an employee. Despite of this being a fact from the author, there is 
no explanation from the author to explain what the cause of employee turnover in 
cases is where the organization provides good working environment and therefore this 
study will be conducted aiming at filling this gap. 
In his study Hogarth (2008) on “How can managers reduce intention to quit”, 
organizations should be in a position to ensure that employee working hours are 
flexible. When the working schedules are not flexible, employee‟s absenteeism rate 
8 
 
and turnover rate will be high. For an employee to stay long and work for an 
organization continuously there is a need for a culture that supports positive attitude 
work. Despite of the author‟s facts, there are cases where some employees may not 
perform as per the organization expectations despite being provided with good 
working-schedule and the author has not indicated to us the causes of this and 
therefore this study will be conducted aiming at filling in this gap left by the 
researcher. 
According to Handelman (2009), in his study on the “Income and happiness: towards 
a unified theory”, It is also important to consider work schedule when dealing with 
working conditions. Working schedules for various jobs vary as some job may be 
performed during the day time while others at night. Organization should ensure that 
there is work balance between employee work and their life daily activities. Work life 
balance aims at getting a satisfying within work and non-work functions and capable 
responsibilities. Flexible organization working environment consists of part time 
working, compressed working weeks, annualized hours and job sharing.  This may be 
seen as true from the author, but this research study will be conducted aiming at 
determining what will happen in a situation where an employee may be unable to 
balance between work-life-balance which the author has not told us. 
 
In a study conducted by Asigele, (2012) to determine the effect of working 
environment on the performance of reproductive and child health care providers in 
Tarime district in Tanzania. The study was conducted in district of 12 health facilities 
where eight dispensaries, a one hospital and other three additional health centers were 
included. The use of questionnaires was used for primary data collection. It was 
finally discovered from the study that working condition has a direct impact on health 
providers. 
Bushiri (2014) conducted the study to determine the effect of working environment on 
employees‟ performance at Institute of Finance Management in Dar es Salaam 
Region. Descriptive research design was employed. Simple random sampling method 
was used to select sample size of one hundred respondents. The study results outline 
that working condition has a high effect on employees either negatively or positively. 
The study finally discovered that employees‟ can improve their performance if the 
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issues known throughout the analysis and effective measure tackled by the 
management. 
Kamau & Kuria, 2015 undertook a research over the impact of corporate well being 
programmes on employees‟ performance among commercial banks in Kenya. The 
study target 43 commercial banks and HR leadership were targeted. Census was 
applied to enhance validity of data collected. The study determined that salary and 
other employee incentives and working condition enhances the productivity of an 
employee. Organization social wellness programs enhance cultural interaction of 
various employees that at last may have positive effect to an employee. 
Physical wellbeing programs are vital to workers as they keep workers healthy, a 
healthy worker is plus to the organization. 
Sayeed and Sinha (2011) examined the relationship between workplace wellbeing 
initiatives, job satisfaction and performance measures on the two groups of sample 
working in high workplace wellbeing and low workplace wellbeing organizations. 
The result revealed that Workplace wellbeing is related to job satisfaction in both the 
forms of organizations. Organization with low workplace wellbeing intended to yield 
comparatively better relationship between workplace wellbeing dimensions and 
performance measures than the organization with high workplace wellbeing. 
 
2.2.2 Remuneration and Employee Turnover 
Armstrong (2009) in his study on “Human Resource Management” states that an 
effective remuneration program can help shape performance and improve job 
satisfaction. Employee compensation has been a topic on interest researched by 
various researchers. Many researchers have determined that there is a significantly 
relationship between employee absenteeism, employee turnover and job performance. 
There is a gap for this study to be conducted to fill to indicate what may be the cause 
of some employee‟s turnover despite the organization providing necessary 
remunerations to them that the author has failed to show us. 
 
Zografos (2013) in his study on “Satisfaction and comparison income” determined 
that employers view compensation as a major cost factor of production and as a 
necessary inducement for attracting suitable job applicants in addition to retaining 
valued employees, motivating performance and other desirable behaviors. Despite of 
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various organizations budget constraints, employers try to provide fair pays to its 
employees to retain the so as to maintain competitive positions within product market 
and effectively compete with its competitors. Despite us agreeing with the author, 
there are cases where there may be employee‟s turnover due to some employees 
feeling that they are not being compensated equally as the others; this study will be 
conducted aiming at exactly determining the best solution for this case. 
 
In a study conducted by Rukhmani, Ramesh and Jayakrishnan (2010) in Pakistan on 
the effect of intrinsic rewards on employee‟s performance established that an 
employee‟s ability is significantly related to their performance. In the study, the 
employees‟ performance appraisal score was evaluated against their belief that they 
had the flexibility to perform their duties. Majority of the employees outlined 
that they had confidence in their ability to perform and they did well within 
the performance appraisal compared to others who could not believe in their ability. 
Organization Leadership may be one of the major key issues that directly influences 
the perceptions that workers have regarding themselves. Effective leaders grasp the 
importance of modeling the manner for workers therefore on build their confidence in 
their ability to perform their duties. 
In a study conducted by Muchiri, (2016) to determine effects of rewards on employee 
performance Manufacturing Firms in Nairobi Kenya. The use of descriptive research 
design was employed. The study had a population of 467, a target population of 100 
and a sample size of 80. Stratified random sampling was used to select a sample size. 
The findings from the field were presented through the use of figures and tables. The 
study noted that employees‟ ability, managers‟ trust in staff, recognition, and 
employees‟ view of success enhances employees‟ performance. This can be as a result 
of intrinsic rewards address staff at the core of their wants, and as a 
result, type sufficient base that influences and motivates the staff to higher standards 
of performance. The study further noted that salaries and wages, paid vacations, paid 
leave, travel allowances and bonuses basic elements of unessential rewards that 
enhance worker performance. Once managers take time to invest in extrinsic 
rewards, staff feels valued by their organization therefore performing hard to 
boost their performance, in order that they can be rewarded even a lot. 
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Njambi (2014) conducted a study to determine factors affecting employee motivation 
Amref Health Africa in Kenya. The study findings determined that when an 
organization employee has confidence in their ability to deliver at work, their 
performance is assured. However, once a worker lacks confidence in their ability to 
perform duties as articulated in their job description, their performance suffers. This 
can be as a result of staff mirror performance expectations from their managers. She 
suggests that organizations that seeking to boost performance ought to initial enhance 
employees‟ talents in skills, information and skill. 
 
In a study conducted by Njambi (2014) to identify the factors that influence employee 
motivation in Amref Health Africa in Kenya found that when an employee has 
confidence in their ability to deliver at work, their performance is assured. However, 
when employee lacks confidence in their ability to perform duties as articulated in 
their description, their performance suffers. This is often as a result of their mirror 
performance expectations from their managers. She further suggests that 
organizations that may be seeking to reinforce performance its ought to enhance 
employees‟ skills in skills, information and knowledge. 
 
The study conducted by Tiwar (2014) targeted on employee‟s successfulness and its 
impact on employees‟ effectiveness at Vindha Telelinks Limited Rewa in India. The 
study findings determined that employee welfare facilities provided by the 
organization facilitate the success and efficiency of an employee. The efficiency, 
effectiveness and productivity of its various employees can be enhanced to facilitate 
accomplish the organizational goals.  
2.2.3 Opportunities for Career Progression and Employee Turnover 
Organization employee turnover rate could also be hindered with training programs. 
In keeping with a study done by the ASTD in the year 2003, 41% of staff at 
corporations with poor training planned on leaving the organization within a year, as 
against 12% planned departures at the firms with better training. Differing various 
form of training programs will play a vital role in making and reinforcing high 
involvement work processes. It is imperative for the organization to produce 
development opportunities for individual staff so as enhance their skills and improve 
their possibilities of obtaining higher posts. According to Werner (2009), organization 
and firms training and Development specialize in the ever-changing or rising the 
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information, talent and attitudes of people. Training generally involves providing staff 
the information and skills required to try to a specific task or job better than before. 
This is true from the author, but the author has failed to tell us what will happen for an 
organization that may tend to provide necessary training and development programs 
and that tend not to feel value for them. 
 
 
According to Wendell (2007), training and development activities begin when a new 
employee enters the organization, usually in the form of employee orientation and 
skill straining. The employee orientation is that of the organization or firm‟s method 
by those new workers learns vital structure values and organization norms, establish 
operating relationships and find out how to perform among their jobs. Skills and 
technical training programs then narrow in scope to show the new employee a specific 
talent or space of information. Once new employee became good in their jobs, human 
resource development activities ought to focus on biological process activities 
specifically, employment and message. Despite of this being true from the author, 
there are cases where after an employee orientation, the organization tend not to 
provide any training and development program to that employee and thus this study 
will be conducted to determine what will happen in case of this case. 
 
 
John (2010) states that formal training programmes are an effective way of directly 
transferring the organizational goals and values to a whole group of people 
simultaneously. Appropriate training will develop organization managers in any 
respect levels together with the data and skills needed to realize ability so as to 
manage amendment within the organization and in any business or firm‟s 
surroundings. In international organizations, training will offer a basic and vital 
impetus to attain shared values and facilitates network building between headquarters 
and subsidiaries. Training of staff in the organization will increase higher productivity 
through higher job performance, economical use of human resources, goals and 
objectives effectively met reduced value thanks to less organization labor turnover, 
reduced errors, reduced accidents and absence, capable and mobile force and retention 
of the prevailing workers. There are cases where formal training programs tend not to 
transform some employees within an organization, there is no explanation that the 
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author has explained to us what will happen in case this case arise and therefore this 
study will aim at filling in this gap left by the previous researcher. 
 
2.2.4 Recognition and Employee Turnover 
According to Allen (2012), employee recognition is an important tool for the 
organization leadership, business owners and human resource professionals in 
promoting and enhancing the employee motivation and final organizational success. 
There is importance of the organizational regular expressions of total appreciation by 
organization leaders to facilitate employee‟s behavior to reach strategic goals. While 
organization employee recognition is not well widespread, it is very important for 
these employees to be recognized by their leaders to increased performance. There are 
cases where some employees may tend not to perform the way they have been 
performing for feeling that some are recognized and for them they are not considered, 
the author has not told us the best solution in case of this situation and therefore this 
study will be conducted aiming at filling this gap. 
 
According to Nelson (2012), managers need to be in constant contact with the 
employees if they are to determine what they most value and then find ways to act 
systematically on those desired forms of recognition and rewards as they perform 
well. There is a need for the organization managers to vary its forms of recognition 
programs and eliminate those that does not motivate its employees. If managers are 
specifically in recognizing and thanking its employees for their achievement, the 
credibility in the recognition process will be enhanced. The author has not stated to us 
benefits of employee recognition and challenges the organization may experience if 
such is ignored and therefore this study will be conducted aiming at filling in this gap. 
 
According to Daniels (2009), one valuable outcome and reason for recognizing 
employees is that studies show that people who feel appreciated are more positive 
about themselves and their ability to contribute, for instance, employee recognition 
can boost productivity and increase satisfaction. Proper undertaking of recognition 
process increases organization profitability, high customer service level and employee 
satisfaction. There is also improved communication channel, better employee 
cooperation and less cases of employee turnover. Recognition leads to improved 
communication, better cooperation and decreased absenteeism and turnover. There 
are cases where despite the organization recognizing employees, there are some 
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employees who tend not to feel enough of what the organization is offering to them 
and therefore this study will be conducted aiming at determining measures on how 
best to solve this challenge.  
 
According to Robbins (2008), recognition can motivate, helping to build feelings of 
confidence and satisfaction and inspire loyalty and commitment, as well as 
encouraging employees to extend their efforts, praises for organization employees for 
their well work done boosters their morale. Recognizing and rewarding programs on 
organization employees may be one among the simplest ways in which to keep an 
employee satisfied and productive. The author has not indicated to us exactly the form 
of employee recognition programs that can easily transform and motivate an 
employee directly and therefore this study will be conducted aiming at determining 
this form of employee recognition. 
 
Pandita (2013) maintains that companies have to give their employees the liberty to 
make their work exciting and creating an environment for having an engaged work 
life. Employees are the key assets to any organization and if they are not given the 
proper area and time to create an ideal mix of labor and fun at work, then the sense of 
disengagement sets within the employees. Organization and its employees are both 
and always dependent on each other to fulfill their goals and objectives. 
Therefore, employee engagement must not be a one-time exercise however it ought 
to be integrated within the culture of the organization. Employee engagement should 
be a continuous process of learning, improvement and action. Thus, organizations 
today should actively look forward to fulfill employee‟s expectations and create a 
control on their performance that directly affects the organization‟s performance 
2.3 Summary and Research Gaps 
Despite us agreeing by Albrecht (2011)  that poor employee working environment 
may make some employees feel not being comfortable that may end up for them 
being attracted to other organizations that may be willing to provide better working 
conditions. That employees job security and good working environment are 
paramount for employee existence within the organization, little studies have been 
done in relation to determine the effect of employee working condition on employee 
turnover in motor vehicle industry in Kenya and therefore this study will be 
conducted aiming at filing in this gap. 
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Studies conducted by Tetty (2015) have indicated that dissatisfaction with 
salaries may be a key issue undermining the commitment of their firms to 
their establishments and careers and consequently their call or intent to go away. 
When employee receives equitable pay within the organization, chances of their stay 
are highly increased. There are some organizations in Kenya despite them providing 
adequate and equitable pay to their employee, there have still been cases of employee 
turnover and the researcher has not indicated to us the cause of this and therefore this 
study will be conducted aiming at filling this gap. 
 
Berge (2008) provides that effective training and development improves the culture of 
quality in business, workforce, and ultimately the final product. A well educated 
employee tends to posses unique skills and knowledge and he is mostly considered as 
of a very big asset to an organization. There have been more cases where an 
organization tends to provide training and development programs to its employees 
and they finally tend to leave, the author has not told us measures an organization 
should put in place to minimize this challenge and therefore this study will be 
conducted in order to fill this gap. 
 
According to Daniels (2009), one valuable outcome and reason for recognizing 
employees is that studies show that people who feel appreciated are more positive 
about themselves and their ability to contribute, for instance, employee recognition 
can boost productivity and increase satisfaction. There are high profits that an 
organization may experience if its recognition programs are well conducted. There 
have been cases where some organizations have been favoring some employees in its 
recognition programs, the author has not indicated to us what may result in this case 
and therefore this study will be conducted aiming at filling in this gap. 
2.4 Conceptual Framework 
Conceptual framework is a pictorial or a diagrammatical presentation that outlines 
how variables under study relate and shows their relationship. The main independent 
variables of this research work will consist of working conditions, remuneration, 
opportunities for career progression and recognition. These will be the independent 
variables that will be analyzed in relation to how they affect turnover in motor vehicle 
industry in Kenya which will be the dependent variable.  
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Figure 2. 1: Conceptual Framework 
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2.5 Operationalization of Variables 
Table 2.  1: Operationalization of Variables 
Variables Indicators/ 
Measurement  
Measurement Toll of Analysis 
Working 
Condition 
 
 Tools and 
Equipment 
 Personal protective 
equipment 
 Work Schedules 
Questionnaires  
(5 point likert scale) 
Frequencies 
Percentages 
Observation 
 
Remuneration 
 
 Salaries 
 Wages 
 Benefits 
 Incentives 
 Commissions 
Questionnaires  
(5 point likert scale) 
Frequencies 
Percentages 
Observation 
 
Career 
Progression 
 
 Orientation 
 Skill training 
 High Education 
Programs 
Questionnaires  
(5 point likert scale) 
Frequencies 
Percentages 
Observation 
 
Recognition 
 
 Intrinsic Reward 
 Financial Reward 
 Praises 
 Celebrating success 
together 
 Spontaneous 
applause  
Questionnaires  
(5 point likert scale) 
Frequencies 
Percentages 
Observation 
 
 
 
2.6 Chapter Summary  
The chapter has addressed the theories underlying the topic under the study and also 
the factors influencing the labor turnover. Various empirical reviews have addressed 
the various relationships like a relationship between satisfaction, organizational 
commitment and turnover. They have suggested that satisfaction indirectly influences 
turnover. Although the researchers have not addressed the factors fully this study tend 
to fill this gap by establish factors affecting employee turnover in motor vehicle 
industry in Kenya. 
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CHAPTER THREE 
RESEARCH FINDINGS AND METHODOLOGY 
 
3.0 Introduction 
It is explaining the methods with steps that were used to conduct research.  Basis of 
any meaningful research depends on the methods and procedures employed in data 
collection and a clear definition of the target group of respondents. 
3.1 Research Design 
This study adopted a descriptive research design. According to Zikmund (2013) 
descriptive research design is the process of collecting and analyzing data in order to 
provide answers to questions concerning the correct status of the topic under study. 
This method was chosen because it provides clear defined information and the 
findings are expected to be conclusive. 
3.2 Target Population 
According to Flick (2009), target population refers to the entire group of individuals 
or objects from which the study seeks to generalize its findings. The target population 
of the study was 59 employees of Ace Auto Motors Limited as presented in table 3.1 
below: 
Table 3. 1: Target Population 
Description Frequency Percentage 
Top Level Management 2 3 
Middle Level Management 
Support Staff 
5 
52 
8 
89 
Total 59 100 
 
 
3.3 Sample and Sampling Technique 
Sampling is the selecting a specific elements to act as a representatives of the total 
population through the use of probability. Census was used in this study. According to 
Mugenda and Mugenda (2008), census study occurs if the entire population is very 
small or it is reasonable to include the entire population. This enabled data being 
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gathered on every member of the population. A sample size of 59 respondents was 
used in this study.  
3.4 Data Collection Instrument 
According to Flick (2009), a questionnaire is an information assortment instrument 
consisting of a series of queries for gathering the knowledge from numerous 
respondents. Both structured and unstructured questionnaires were employed as the 
means of information collection (Kothari, 2004). The questionnaire was utilized 
because of ease of information collection and cost effectiveness. For the structured 
questions the researcher gave the respondents the choices of the answers that the 
respondents can answer. For the unstructured questions the researcher gave the 
respondents an opportunity to give their opinion. The sketch of questionnaire was 
based on a multiple-item measurement scale. The questionnaire was grouped into five 
sections that are Part A which had the background information and parts B, C, D and 
E which had the research variables 
3.5 Pilot Test 
Pilot survey is a small scale replica and rehearsal of the main study. It assists in 
determining the suitability and ease of use of the research instruments and the 
operational aspects of administering the questionnaires. The purpose of a pilot test 
was to discover possible weaknesses, inadequacies, ambiguities and problems in any 
aspect of the research process. A pilot-test was conducted in Suzuki Kenya where four 
(5) questionnaires were randomly distributed to both top and middle level 
management. 
3.5.1 Validity 
Somekh (2015) explained that validity is the degree by which the sample of test items 
represents the content the test is designed to measure. Validity determines whether 
instrument truly measures that which it was intended to measure or how accurate the 
research results are. The instrument to be used ensured that the results obtained from 
the analysis of the data represent the phenomenon under study in terms of content, 
criteria and the characteristics. The instrument used in the study was validated with 
the help of the research supervisor and questionnaires pre-tested before being given 
out to the respondents.   
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3.5.2 Reliability 
According to Nicholas (2011), reliability refers to the consistency of measurement 
and is frequently assessed using the test–retest reliability method. The questionnaire's 
reliability was statistically measured by measuring the internal consistency. Internal 
consistency was measured by use of Cronbach‟s Alpha. The alpha value ranges 
between 0 and 1 with reliability increasing consistently with increase in value 
(Kothari, 2004). Coefficient of 0.6-0.7 is a normally accepted rule of thumb that 
designates acceptable reliability and 0.8 or higher indicated good reliability and is 
deemed reliable (Mugenda &  Mugenda, 2003). Table 3.2 indicates the Cronbach‟s 
alpha for each of the variable. 
 
Table 3. 2: Reliability Statistics  
Variable  Number of Items Cronbach’s Alpha 
Working condition  5 0.764 
Remuneration 5 0.703 
Career progression  5 0.732 
Recognition 5 0.761 
 
3.6 Data Collection Procedure 
Data collection process began by getting a formal letter from the university 
authorizing the field study. Data was then collected using drop and pick later method 
which was collected after two weeks. In this method, the consent statement was 
issued and then the questionnaire administered. The respondents were assured of their 
confidentiality of information which improved the response rate. Arrangement was 
made to collect the questionnaire after two weeks.  
3.7 Data Analysis Method and Presentation   
According to Somekh (2015),data analysis is a body of methods that help to describe 
facts, detected patterns, develop explanations and test hypothesis. The raw data from 
the field was summarized in a report that provided a descriptive analysis of variables. 
The descriptive data involved both quantitative and qualitative analysis, the 
information obtained was represented numerically to work out frequencies and 
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percentage frequencies. Tables and figures was used to present data. In qualitative 
analysis, the information was obtained and described using words. 
3.8 Ethical Consideration 
3.8.1 Informed Consent  
This entailed obtaining necessary permission from both the administrators of the 
university and the management of Ace Auto Motors Limited. Their permission was 
useful in ensuring that this research study was successfully completed so that the 
consequent stage does not breach the rules and regulations laid down when 
undertaking this research work.   
3.8.2 Voluntary Participation  
Voluntary participation means all the people involved in the research do it out of free 
will. No one is forcing them. Participants had a choice to choose to discontinue 
participating at any point in time without having a negative impact on the program or 
their involvement in future. It was therefore, the right of the participants to leave a 
program at any time and no pressure was placed on those who chose not to continue 
to participate in the research.  
3.8.3 Confidentiality  
Confidentiality means that information is not made public or accessed by anyone else 
other than the researcher himself. Reports were well worded to avoid identification of 
the participants despite the fact that their names were not used.  
3.9 Chapter Summary  
This chapter explains the design and the methodology of the research study. It 
contains the descriptive as a study design, target population of 59 employees, 
stratified random sampling method as one to be used, the use of questionnaire as data 
collection instrument, qualitatively and quantitatively as methods of data analysis and 
the use of figures and tables as a way that will be used to present data. 
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CHAPTER FOUR 
RESEARCH FINDINGS AND DISCUSSIONS 
 
4.0 INTRODUCTION 
This section comprise of the study research findings and the discussion of these 
research findings 
4.1 RESEARCH FINDINGS AND DISCUSSIONS 
4.1.1 Response Rate 
Response rate is defined as the number of questionnaires that are filled completely 
and returned or collected against the questionnaires that are issued to the respondents. 
To this effect, 59 questionnaires were issued out of which 38 were fully completed 
representing 64.41 per cent response rate which was way above the accepted 
questionnaire return rate of 60 per cent (Nulty, 2008). 
4.1.2 Gender of the Respondents 
The researcher sought to know the gender distribution of respondents who 
participated in the study. The findings are shown in table 4.1. 
Table 4.1: Gender of the Respondents 
Gender Frequency Percentage 
Male 24 63 
Female 14 37 
Total 38 100 
 
The gender composition of the respondents who participated in the study revealed that 
63% were male, while 37% were female. This implied that majority of the 
respondents were male. The organization should employ more female to ensure 
gender parity   
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4.1.3  Age Bracket of the Respondents 
An analysis was done to determine the age bracket of respondents who participated in 
the study. The result of the findings are shown in table 4.2 
Table 4.2: Age Bracket of the Respondents 
Age bracket Frequency Percentage 
18-25 Years 2 5 
26-33 Years 18 47 
34-41 Years 14 38 
42Years and Above 4 10 
Total 38 100 
 
The analysis shows, 5% of the respondents reported they were aged 18-25years, 47% 
of the respondents were aged 26-33year, and 38% of the respondents were aged 34-
41year, while 10% were over 42 years of age. This implies that majority of the 
respondents were in the age bracket of 31-40 years. Majority of the respondents were 
in their product age, therefore majority of employees are concerned about their 
working conditions 
4.1.4 Respondents’ Education Level 
The researcher aimed at finding out the highest education level attained by the 
respondents. Table 4.3 shows the result of the findings. 
Table 4.3: Education Level 
Education Level Frequency Percentage (%) 
Primary Level  0 0 
Secondary Level 5 13 
Tertiary/ College Level 20 53 
University Level 10 26 
Post Graduate Level 3 9 
Total 38 100 
 
From the findings 13% of the respondents had attained secondary level, 53% of the 
respondents stated they had tertiary/ college education, 26% of the respondents stated 
they had university education while 9% of the respondents stated they had post 
graduate education. This implies that majority of the respondents had attained college 
education. 
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4.1.5 Length of Service in the organization 
It was in the researcher‟s interest to determine the duration for which the respondents 
had been working in the institution. The results are reflected in table 4.4. 
Table 4.4: Length of Service in the organization 
Duration in Years Frequency Percentage (%) 
1 years and below 2 5 
2-5 years 21 55 
6 years & above 15 40 
Total 38 100 
 
The findings revealed that 5% of the respondents had worked less than 1 years, 55% 
had worked for 2-5 years while 40% had worked for 6 years and above. This shows 
that majority of employees had worked in the organization for 2-5 years. This implied 
that majority of the respondents had a rich experience in the area of study.  
4.1.6  Management Level 
The researcher wanted to determine the management level of employees. The results 
are reflected in figure 4.1. 
 
Figure 4. 1: Management Level 
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From the findings 3% of the respondents they working in the top level management, 
8% of the respondents they working in the middle level management while 89% of 
the respondents they working as operation staff. This implies that majority of the 
respondents were operational staff.  
4.1.7 Working Conditions  
 
Figure 4. 2: Working conditions on employee turnover 
The researcher sought to determine whether working conditions affect employee 
turnover. From the findings 87% of the respondents stated that working conditions 
affect employee turnover while 13% of the respondents stated that working conditions 
doesn‟t affect employee turnover. This implies that working conditions positively 
affect employee turnover. To achieve high levels of employee productivity, 
organizations must ensure that the physical environment is conducive to 
organizational needs facilitating interaction and privacy, formality and informality 
and functionality. 
4.1.8 Working Conditions  
 
Figure 4. 3: Working conditions on employee turnover 
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The researcher sought to determine whether working conditions affect employee 
turnover. From the findings 87% of the respondents stated that working conditions 
affect employee turnover while 13% of the respondents stated that working conditions 
doesn‟t affect employee turnover. This implies that working conditions affect 
employee turnover. To achieve high levels of employee productivity, organizations 
must ensure that the physical environment is conducive to organizational needs 
facilitating interaction and privacy, formality and informality and functionality. The 
researcher sought to determine in which ways working conditions affects employee 
turnover. The respondents explained that working conditions especially on 
convenience facilities provided in the workplace as one of the major elements that 
affect employee turnover. Employees value work conditions as essential ingredients 
to their satisfaction; requiring regular maintenance and replacement of facilities that 
aid their comfort and reduce their stress of abandoning their duties in search of 
convenient place where comfort facilities are not only put in place but also maintained 
regularly for optimum enjoyment of their workforce.   
Table 4.5: Effect  of environment on attractiveness  
 Frequency Percentage 
Strongly Agree 15 39.5 
Agree 17 44.7 
Moderate 6 15.8 
Disagree 0 0 
Strongly Disagree 0 0 
Total 38 100 
 
The researcher sought to determine whether bad environment may force employees to 
be attracted to other organizations because they are not comfortable. From the 
findings 39.5% of the respondents strongly agreed, 44.7% of the respondents agreed, 
while 15.8 % of the respondents were moderate. This implies that bad environment 
may force employees to be attracted to other organizations because they are not 
comfortable. Work environment is related to employee productivity. The study agrees 
with Hogarth (2008) who found out that organization, whose work environment is 
conducive, employees achieve maximum productivity. 
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Table 4.6: Effect job security on decision to stay  
 Frequency Percentage 
Strongly Agree 11 28.9 
Agree 20 52.7 
Moderate 7 18.4 
Disagree 0 0  
Strongly Disagree 0 0 
Total 38 100 
 
On whether job security is a major consideration for an employee study within the 
organization it was revealed that a total of 28.9% of the respondents strongly agreed 
52.7% of the respondents agreed while 18.4 % of the respondents were moderate. 
This implies that job security is a major consideration for an employee study within 
the organization. Employees tend to perform better when the security of their job is 
guaranteed. Employees who are guaranteed of their job are more committed to the 
organization goals and objectives. 
Table 4.7: Flexible work-schedule, work-life balance and work stress 
 Frequency Percentage 
Strongly Agree 13 34.2 
Agree 16 42.1 
Moderate 9 23.7 
Disagree 0 0 
Strongly Disagree 0 0 
Total 38 100 
 
On whether flexible work-schedules lead to greater work-life balance and can offset 
work stress it was revealed that a total of 34.2% of the respondents strongly agreed, 
42.1% of the respondents agreed while 23.7% of the respondents were moderate. This 
implies that flexible work-schedules lead to greater work-life balance and can offset 
work stress.  By encouraging employee to have a healthy work-life balance, it creates 
an environment where everyone is dedicated to the task at hand. This improves 
retention rates and productivity.  
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Table 4.8: Opportunity for employees to work flexible hours 
 Frequency Percentage 
Strongly Agree 19 50.0 
Agree 10 26.3 
Moderate 9 23.7 
Disagree 0 0 
Strongly Disagree 0 0 
Total 38 100 
 
Table 4.8 shows whether organizations should be in a position to provide their 
employees with the opportunity to work flexible hours. The statement was confirmed 
through the following responses whereby 50.0% of the respondents strongly agreed, 
26.3% of the respondents agreed while 23.7% of the respondents were moderate. This 
implies that majority of the respondents strongly agree that organizations should be in 
a position to provide their employees with the opportunity to work flexible hours. 
Flexible working hours reduces employee burnout due to overload which 
consequently affect employee performance. 
4.1.9 Remuneration on employee turnover 
 
Figure 4. 4: Remuneration on employee turnover 
 
The researcher sought to determine whether remuneration affect employee turnover. 
From the findings 87% of the respondents stated that remuneration effect employee 
turnover while 13% of the respondents stated that remuneration doesn‟t affect 
employee turnover. This implies that remuneration affect employee turnover. 
Remuneration enable employee to share in the success of the organization and 
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therefore increase their commitment and all attract and retain good quality people. 
The researcher sought to determine in which ways remuneration affects employee 
turnover. The respondents explained that the wide gaps between an organization‟s 
lowest paid and highest paid employees increase the likelihood that manager and 
other employees will voluntarily leave the organization. Compensation can have a 
direct impact on employee retention. While employers may use employee incentives 
and monetary rewards to retain employees, there are ways to complement 
compensation that have a much greater impact. Based on the type of compensation, 
along with the terms and conditions of an employee compensation package, an 
employer can boost employee retention. 
Table  4.9: Remuneration program and performance and job satisfaction 
 Frequency Percentage 
Strongly Agree 15 39.5 
Agree 13 34.2 
Moderate 10 26.3 
Disagree 0 0 
Strongly Disagree 0 0 
Total 38 100 
 
The response on table 4.9 shows the results on whether effective remuneration 
program shapes performance and improve job satisfaction. The analysis showed that 
39.5% of the respondents strongly agreed, 34.2% of the respondents agreed while  
26.3% of the respondents were moderate. From the findings it can be concluded that 
majority of the respondents agree that effective remuneration program shapes 
performance and improve job satisfaction 
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Table 4.10: Employee benefit packages and strategic role in enhancing 
organizational profitability 
 Frequency Percentage 
Strongly Agree 11 28.9 
Agree 16 42.1 
Moderate 7 18.4 
Disagree 4 10.5 
Strongly Disagree 0 0 
Total 38 100 
 
In addition the researcher sought to determine whether employee benefit packages can 
play a strategic role in enhancing organizational profitability. From the findings 
28.9% of the respondents strongly agreed, 42.1% of the respondents agreed, 18.4% of 
the respondents were moderate while 10.5% of the respondents disagreed that. This 
indicated that many of the respondents agreed that employee benefit packages can 
play a strategic role in enhancing organizational profitability. Recognition programs 
keep high spirits among employees, boosts up their morale and create a linkage 
between performance and motivation of the employees 
Table 4.11: Employers view compensation as a major cost factor of production 
 Frequency Percentage 
Strongly Agree 15 39.5 
Agree 20 52.6 
Moderate 3 7.9 
Disagree 0 0 
Strongly Disagree 0 0 
Total 38 100 
 
Table 4.11 showed whether employers view compensation as a major cost factor of 
production. The responses were as follows 39.5% of the respondents strongly agreed, 
52.6% of the respondents agreed while 7.9% of the respondents were moderate. This 
meant that employers view compensation as a major cost factor of production. 
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Table 4.12: Competitiveness and respect to benefit offerings 
 Frequency Percentage 
Strongly Agree 12 31.6 
Agree 16 42.1 
Moderate 10 26.3 
Disagree 0 0 
Strongly Disagree 0 0 
Total 38 100 
 
Table 4.12 showed whether employers may attempt to maintain competitiveness with 
respect to benefit offerings. In regards to the responses it was found that 31.6% of the 
respondents strongly agreed, 42.1% of the respondents agreed while 26.3% of the 
respondents were moderate. This showed that majority of the respondents agreed that 
employers may attempt to maintain competitiveness with respect to benefit offerings. 
Compensation help to attract and retain highly qualified employees who have the 
ability and skills to enhance organizational performance. 
4.1.10 Career progression affect employee turnover 
 
Figure 4. 5: Career progression on employee turnover 
 
The researcher sought to determine whether career progression affect employee 
turnover. From the findings 84% of the respondents stated that career progression 
effect employee turnover while 16% of the respondents stated that career progression 
doesn‟t affect employee turnover. This implies that career progression affect 
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employee turnover.  Fair chances of promotion according to employee‟s ability and 
skills make employee more loyal to their work and become a source of pertinent 
workability for the employee. The researcher sought to determine in which ways 
career progression affects employee turnover. The respondents explained that career 
progression is a major concern and objective of any employee. Growth opportunities 
provided by an organization is of primary importance to employees so that they can 
excel in their fields. The expected benefits of moving up in the hierarchy forces the 
person to put his/her best efforts so as to reach the top. 
Table 4.13: Types of training and role in reinforcing high involvement work 
processes 
 Frequency Percentage 
Strongly Agree 17 44.7 
Agree 18 47.4 
Moderate 3 7.9 
Disagree 0 0 
Strongly Disagree 0 0 
Total 38 100 
 
Table 4.13 established whether different types of training can play an important role 
in reinforcing high involvement work processes. In regard to the responses 44.7% of 
the respondents strongly agreed, 47.4% of the respondents agreed, 7.9% of the 
respondents were moderate. This implies that majority agreed that different types of 
training can play an important role in reinforcing high involvement work processes. 
Training enhances employee skill which consequently enhances their performance. 
Table 4.14: Training involves providing employees the knowledge and skills 
needed to do a particular task 
 Frequency Percentage 
Strongly Agree 15 29.0 
Agree 18 47.4 
Moderate 9 23.7 
Disagree 0 0 
Strongly Disagree 0 0 
Total 38 100 
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Table 4. 14 showed the response on whether training involves providing employees 
the knowledge and skills needed to do a particular task. It was found that 29.0 % of 
the respondents strongly agreed, 47.4% of the respondents agreed, 23.7% of the 
respondents were moderate. This indicates many of the respondents agreed that 
training involves providing employees the knowledge and skills needed to do a 
particular task. Various form of training provides different skills. Job rotation as a 
method of training enhances an employee skills in different areas. 
Table 4. 15: Formal training programmes are an effective way of directly 
transferring the organizational goals and values 
 Frequency Percentage 
Strongly Agree 17 44.7 
Agree 12 31.6 
Moderate 9 23.7 
Disagree 0 0 
Strongly Disagree 0 0 
Total 38 100 
Source Research Data (2018) 
 
Table 4.15 showed the response on whether formal training programmes are an 
effective way of directly transferring the organizational goals and values. The analysis 
showed that study 44.7% of the respondents strongly agreed, 31.6% of the 
respondents agreed while 23.7% of the respondents were moderate. This showed that 
majority of the respondents strongly agreed that formal training programmes are an 
effective way of directly transferring the organizational goals and values. Through 
training employee are able to understand the mission and the vision of an organization 
and work towards achieving this goal.  
Table 4.16: Training and achievement of shared values and facilitates and 
network building within the organization 
 Frequency Percentage 
Strongly Agree 18 47.4 
Agree 16 42.1 
Moderate 4 10.5 
Disagree 0 0 
Strongly Disagree 0 0 
Total 38 100 
Source Research Data (2018) 
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The researcher sought to determine whether training provides an important role to 
achieve shared values and facilitates network building within the organization. From 
the findings 47.4% of the respondents strongly agreed, 42.1% of the respondents 
agreed while 10.5% of the respondents were moderate. This implies that majority of 
the respondents strongly agreed that training provides an important role to achieve 
shared values and facilitates network building within the organization 
4.1.11Recognition affect employee turnover  
 
Figure 4. 6: Recognition on employee turnover 
 
The researcher sought to determine whether recognition affect employee turnover. 
From the findings 91% of the respondents stated that recognition effect employee 
turnover while 9% of the respondents stated that recognition doesn‟t affect employee 
turnover. This implies that recognition affect employee turnover. Recognition 
programs keep high spirits among employees, boosts up their morale and create a 
linkage between performance and motivation of the employees. The researcher sought 
to determine in which ways recognition affects employee turnover. The respondents 
explained that recognition programs that fall by the wayside are ineffective and can 
do more harm than good for an employer struggling with turnover. 
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Table 4.17: Recognition is one of the major factor in employee performance 
 Frequency Percentage 
Strongly Agree 14 36.8 
Agree 16 42.1 
Undecided 8 21.1 
Disagree 0 0 
Strongly Disagree 0 0 
Total 38 100 
 
Table 4.17 showed the result on whether recognition is one of the major factors in 
employee performance. From the findings 36.8% of the respondents strongly agreed, 
42.1% of the respondents agreed while 21.1% of the respondents were moderate. This 
indicated that many of the respondents agreed that recognition is one of the major 
factors in employee performance. Recognition helps to maximally put employee 
abilities in performing the activities and functions at work 
Table 4.18: A well-recognized employee feels that he is being valued by the 
company that he is working for 
 Frequency Percentage 
Strongly Agree 21 55.3 
Agree 13 34.2 
Moderate 4 10.5 
Disagree 0 0 
Strongly Disagree 0 0 
Total 38 100 
 
Table 4.18 showed the response on whether a well-recognized employee feels that he 
is being valued by the company that he is working for. The analysis showed that study 
55.3% of the respondents strongly agreed, 34.2% of the respondents agreed while 
10.5% of the respondents were moderate. This showed that majority of the 
respondents strongly agreed that a well-recognized employee feels that he is being 
valued by the company that he is working for. Recognition programs create a linkage 
between performance and motivation of the employees. 
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Table 4.19: Role of employee recognition 
 Frequency Percentage 
Strongly Agree 19 50 
Agree 15 39.5 
Moderate 4 10.5 
Disagree 0 0 
Strongly Disagree 0 0 
Total 38 100 
 
Table 4.15 showed the response on whether employees are the engine of organization 
vehicles while recognition is the fuel. The analysis showed that study 50,0% of the 
respondents strongly agreed, 39.5% of the respondents agreed while 10.5% of the 
respondents were moderate. This showed that majority of the respondents strongly 
agreed that employees are the engine of organization vehicles while recognition is the 
fuel. 
Table 4.20: Whether recognized employees are more productive and more 
efficient 
 Frequency Percentage 
Strongly Agree 18 47.4 
Agree 15 39.5 
Moderate 5 13.1 
Disagree 0 0 
Strongly Disagree 0 0 
Total 38 100 
 
On whether recognized employees are more productive and more efficient it was 
revealed that a total of 47.4% of the respondents strongly agreed 39.5% of the 
respondents agreed while 13.1% of the respondents were undecided. This implies that 
recognized employees are more productive and more efficient. 
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4.2 Limitations of the Study  
The challenge on confidentiality was experienced because some of the information 
was considered quite sensitive to be shared by independent researchers. In this 
situation, the researcher overcame the challenge on confidentiality by communicating 
to the management concerned at this organization that this study was only meant for 
academic purpose, therefore, all the data despite the magnitude of sensitivity were 
kept very private and confidential. The bureaucratic nature of some organization is 
usually among the challenges in undertaking this study. This challenge was initially 
experienced because the management in this organization had enforced long process 
to be followed in order to have access to both the data and the staff. Therefore to 
overcome this challenge, the researcher was psychologically prepared to handle all the 
difficulties that were to come forth by conforming to all the rules that would result in 
securing permission to carry out data collection.  
4.3 Chapter Summary  
This chapter was cauterized into research findings and discussions. The findings were 
derived from analyzed questionnaires and interpretations were made alongside the 
findings. The chapter further addressed presentation of findings showing the response 
rate for the questionnaires returned and not returned. The presented findings also 
addressed the gender response, age bracket of the respondents,  highest level of 
education, work experience of respondents and finally all the objectives which 
comprised of the effect of working condition, remuneration, career progression and 
recognition on employee turnover in motor vehicle industry in Kenya. 
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CHAPTER FIVE 
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 
5.0 Introduction  
This is a section that comprises of the summary of the research findings, conclusion 
of the research findings and the way forward recommendations and suggestion for 
further research.  
5.1 Summary of Findings  
5.1.1 To determine the effect of working condition on employee turnover in 
motor vehicle industry in Kenya. 
From the findings, it was established that bad environment may force employees to be 
attracted to other organizations because they are not comfortable. As a result, 
organization should ensure work environment is conducive for employees to achieve 
maximum productivity. The study further established that job security is a major 
consideration for an employee study within the organization. Flexible working 
comprises of the part time working, compressed working weeks, annualized hours and 
job sharing. The analysis showed flexible work-schedules lead to greater work-life 
balance and can offset work stress. This implied that by encouraging employee to 
have a healthy work-life balance, it creates an environment where everyone is 
dedicated to the task at hand. These findings were in agreement with that of Hogarth 
(2008) who found that when the working schedules are not flexible, employee‟s 
absenteeism rate and turnover rate will be high. For an employee to stay long and 
work for an organization continuously there is a need for a culture that supports 
positive attitude work. 
5.1.2 To investigate how remuneration affect employee turnover in motor vehicle 
industry in Kenya. 
The summary of finding showed that effective remuneration program shapes 
performance and improve job satisfaction. It was found that employee benefit 
packages can play a strategic role in enhancing organizational profitability. 
Recognition programs keep high spirits among employees, boosts up their morale and 
create a linkage between performance and motivation of the employees.  The study 
also found that employers view compensation as a major cost factor of production. 
The findings agreed with Armstrong (2009) who argued that effective remuneration 
program can help shape performance and improve job satisfaction  
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5.1.3 To establish the effect of career progression on employee turnover in motor 
vehicle industry in Kenya. 
From the findings it was established that career progression affect employee turnover.  
Fair chances of promotion according to employee‟s ability and skills make employee 
more loyal to their work and become a source of pertinent workability for the 
employee. From these assertions, it was noted that training involves providing 
employees the knowledge and skills needed to do a particular task. Training and 
Development focus on changing or improving the knowledge, skill and attitudes of 
individuals. Various form of training provides different skills. Job rotation as a 
method of training enhances an employee skills in different areas.  These findings 
were found to be similar with John (2010) who formal training programmes are an 
effective way of directly transferring the organizational goals and values to a whole 
group of people simultaneously and found that training of employees in organization 
increases higher productivity through better job performance, more efficient use of 
human resources, goals and objectives more effectively met reduced cost due to less 
labor turnover, 
5.1.4 To find out how recognition affect employee turnover in motor vehicle 
industry in Kenya. 
The analysis showed summarized findings addressing the effect of recognition on 
employee turnover. The study established from the respondents that formal training 
programmes are an effective way of directly transferring the organizational goals and 
values. It was presumed that through training employee are able to understand the 
mission and the vision of an organization and work towards achieving this goals.  The 
analysis revealed that recognition programs keep high spirits among employees, 
boosts up their morale and create a linkage between performance and motivation of 
the employees. These findings were in agreement to that of Allen (2012) who found 
out that employee recognition is an important tool for the organization leadership, 
business owners and human resource professionals in promoting and enhancing the 
employee motivation and final organizational success.  
5.2 Conclusions  
Working conditions is one of the key drivers of success in today's competitive 
environment. Relevant literature generally explains that motivated employees can 
perform their tasks much better than de-motivated workers. It is due to this reason that 
40 
 
there is always a requirement of a comprehensive framework that should be able to 
provide complete guidelines with the help of which supervisors should be able to 
identify core factors that motivate employees. 
It was noted that organizations should be in a position to provide their employees with 
the opportunity to work flexible hours. Flexible working hours reduces employee 
burnout due to overload which consequently affect employee performance. 
The study further concluded that that effective remuneration program shapes 
performance and improve job satisfaction, thus, many organizations have realized the 
importance of the systems in enhancing efficiency operations. Further noted that 
Compensation help to attract and retain highly qualified employees who have the 
ability and skills to enhance organizational performance. 
In career progression, the study noted that training involves providing employees the 
knowledge and skills needed to do a particular task. Various form of training provides 
different skills. Job rotation as a method of training enhances an employee skills in 
different areas. The study noted that those formal training programmes are an 
effective way of directly transferring the organizational goals and values. Through 
training employee are able to understand the mission and the vision of an organization 
and work towards achieving these goals.  
Finally, the researcher concluded that a well-recognized employee feels that he is 
being valued by the company that he is working for. Recognition programs create a 
linkage between performance and motivation of the employees. Recognized 
employees are more productive and more efficient 
5.3 Recommendations  
There is a need for an organization to ensure that there is work balance between 
employee work and their life daily activities. Organizations should also be in a 
position to ensure that employee working hours are flexible. There is also a need for a 
culture that supports positive attitude work. 
Organization should organize for training and development programs that tend not to 
feel value for them. There is a need for employees to undertake periodic training 
programs on office ergonomics issues such as correct sitting posture, the right way to 
use and adjust computer monitor to avoid neck, back and eye strain, how to reduce 
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stress and strains in repetitive work and how to avoid injury and disorders at the 
workplace. The researcher recommended that external rewards programs ought to be 
introduced and inspired at Auto Motors to act as a source of motivation which 
may influence employees output due to the reinforcing nature of the extrinsic 
motivation. It is also important for non -monetary rewards to be given the needed 
attention so that its significance as a potential contribution to employee‟s motivation 
can be realized. 
 
There is a need for the organization managers to vary its forms of recognition 
programs and eliminate those that does not motivate its employees. It is very 
important for these employees to be recognized by their leaders to increased 
performance. 
5.4 Suggestion for Further Studies 
There is a need for further studies to be undertaken on the effect of workplace 
wellbeing initiatives on employee performance in motor-vehicle industry 
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APPENDICES 
APPENDIX I: INTRODUCTION LETTER 
 
Michael Murundu, 
P.O. Box …. 
NAIROBI. 
7
th 
September 2018 
 
To The Head of Human Resource Department, 
Ace Auto Motors Limited, 
P.O. Box,  
NAIROBI. 
 
Dear Sir/Madam, 
RE: REQUEST TO CONDUCT RESEARCH PROJECT  
I am writing this letter in requesting to carry out a research project in your 
organization. The title of the research project is Factors affecting employee 
turnover in motor vehicle industry in Kenya: a case Study of Ace Auto Motors 
Limited. 
I am Mr. Michael Murundu a student at the Management University of Africa 
pursuing a Bachelor‟s Degree in Human Resource Management. For the success 
completion of my course, I am required to undertake a research project. 
This letter aims at requesting for your approval to proceed with conducting interviews 
and administering questionnaires. 
Your positive is highly appreciated 
Yours faithfully 
…………………………………………… 
Michael Murundu Ombunga 
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APPENDIX II: QUESTIONNAIRE 
Dear respondents, the below questionnaire aim at determining factors affecting 
employee turnover in motor vehicle industry in Kenya: A case study of the Ace Auto 
Motors Limited, Nairobi. Kindly tick in the space provided (√) the correct answers or 
supply the required information where, required, please specify and elaborate. The 
information provided will only be used for academic purpose only. 
 
PART A: RESPONDENTS INFORMATION 
1. Name……………………….……………………………………… (Optional) 
2. What is your gender? 
Male    (     ) 
Female   (     ) 
3. What is your age bracket?  
18-25 Years  (     ) 
26-33 Years  (     ) 
34-41 Years  (     ) 
42 years and above (     ) 
4. What is your highest level of education attained? 
Primary Level   (     ) 
Secondary Level   (     ) 
Tertiary/ College Level (     ) 
University Level  (     ) 
Post Graduate Level  (     ) 
5. What is your Length of Service in this organization? 
1 years and below  (     ) 
2-5 years  (     ) 
6 years & above  (     ) 
6. What is your Organizational Level in this organization? 
Top Level Management (     ) 
Middle Level Management (     ) 
Operational Staff  (     ) 
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SECTION B: WORKING CONDITIONS  
Does working conditions affect employee turnover in motor vehicle industry in 
Kenya? 
Yes      (     ) 
No       (     ) 
Please explain…………………………………………………………………………... 
………………………………………………………………………………………….. 
Kindly tick as appropriate in the spaces provided the extent to which you think 
working conditions affects employee turnover 
 
Scale 1=strongly agree 2= agree 3= moderate 4= disagree 5=strongly disagree. 
 
Statement  1 2 3 4 5 
Bad environment may force employees to be attracted to 
other organizations because they are not comfortable. 
     
Job security is a major consideration for an employee study 
within the organization 
     
Flexible work-schedules lead to greater work-life balance 
and can offset work stress 
     
Organizations should be in a position to provide their 
employees with the opportunity to work flexible hours. 
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SECTION C: REMUNERATION  
Does remuneration affect employee turnover in motor vehicle industry in Kenya? 
Yes      (     ) 
No       (     ) 
Please explain…………………………………………………………………………... 
………………………………………………………………………………………….. 
Kindly tick as appropriate in the spaces provided the extent to which you think 
remuneration affect employee turnover  
Scale 1=strongly agree 2= agree 3= moderate 4= disagree 5=strongly disagree. 
 
Statement  1 2 3 4 5 
An effective remuneration program shapes performance 
and improve job satisfaction 
     
Employee benefit packages can play a strategic role in 
enhancing organizational profitability 
     
Employers view compensation as a major cost factor of 
production  
     
Employers may attempt to maintain competitiveness with 
respect to benefit offerings 
     
 
 
 
 
 
 
 
 
 
 
49 
 
SECTION D: CAREER PROGRESSION 
Does career progression affect employee turnover in motor vehicle industry in 
Kenya? 
Yes      (     ) 
No       (     ) 
Please explain…………………………………………………………………………... 
………………………………………………………………………………………….. 
Kindly tick as appropriate in the spaces provided the extent to which you think career 
progression affect employee turnover  
 
Scale 1=strongly agree 2= agree 3= moderate 4= disagree 5=strongly disagree. 
Statement  1 2 3 4 5 
Different types of training can play an important role in 
reinforcing high involvement work processes 
     
Training involves providing employees the knowledge 
and skills needed to do a particular task  
     
Formal training programmes are an effective way of 
directly transferring the organizational goals and values  
     
Training provides an important role to achieve shared 
values and facilitates network building within the 
organization 
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SECTION E: RECOGNITION  
Does recognition affect employee turnover in motor vehicle industry in Kenya? 
Yes      (     ) 
No       (     ) 
Please explain…………………………………………………………………………... 
………………………………………………………………………………………….. 
 
Kindly tick as appropriate in the spaces provided the extent to which you think 
recognition affect employee turnover  
 
Scale 1=strongly agree 2= agree 3= moderate 4= disagree 5=strongly disagree. 
 
Statement  1 2 3 4 5 
Recognition is one of the major factor in employee 
performance 
     
A well recognized employee feels that he is being valued 
by the company that he is working for 
     
Employees are the engine of organization vehicles while 
recognition is the fuel 
     
Recognized employees are more productive and more 
efficient  
     
 
 
Thank you for your cooperation 
  
 
